The principal objective of the study was the construction and evaluation of a work performance questionnaire for use with administrative and operational staff.
Prior to the publication of Campbell et al.' s "theory of job performance", job performance was simply defined as "that which is to be predicted, the dependent variable" (Schmitt & Chan, 1998, p. 71) . With this restricted definition of job performance in mind the following techniques were used to assess the work performance of staff: ratings by superiors, peers and subordinates; standardised job samples in which the content of the job was simulated; direct task observation; and outcome measures (Campbell et al., 1993, pp. 53-56) . Most of these procedures were developed in-house for the assessment of performance in specific positions. They could therefore not be extended for use in other positions without first doing the necessary research.
Each of the approaches mentioned above suffer from their own limitations: Raters are inclined to rate others highly only if they perceive them to be like themselves. All raters have their own unit of measurement (mean and standard deviation). Some are very lenient while others are very strict. Halo errors occur when raters do not "discriminate among different facets of performance" (Ployhart, Schneider & Schmitt, 2006, p. 184) . Raters must be thoroughly trained before making any ratings (Guilford, 1954; Cronbach, 1970, pp. 571-607) . Performance in a simulated job negates the motivational factor that operates in real jobs. Direct task observation is closely linked to specific positions -one cannot generalise the findings to all jobs. Outcome measures are not always under the full control of a worker, particularly when teamwork is being done. His/her true performance might then not be visible (Schmitt & Chan, 1998, p. 79) .
To overcome the deficiencies of graphic rating scales (low reliability and poor discriminability), Behaviourally Anchored Rating Scales (BARS) were developed. Firstly, the major dimensions of job performance (five to ten performance dimensions) were determined. Thereafter, each of the dimensions was anchored by five to seven behavioural statements (Ployhart et al., 2006, pp. 180-181) .
In practice it was found that "although BARS require much effort and time to construct, they surprisingly do not result in scales with better measurement properties" (Ployhart et al., 2006, p. 181 ). Schmitt and Chan (1998, pp. 91-92) critically examined the structure of BARS. They developed ten behaviourally anchored scales and applied them to 467 investigative officers. The ratings were done by their immediate supervisors. The ten behaviourally anchored scales plus an overall dimension of effectiveness were intercorrelated and subjected to a factor analysis. Two factors accounted for 65% of the common variance. Recording and Writing, Making Presentations, Gathering Information, Analysing Information, Planning and Organising and Monitoring Work/Detail had substantial loadings on the first factor, which was identified as Core Technical Proficiency. The second factor had substantial loadings on Develops Relationships, Effort and Initiative, Professional Image and Overall Effectiveness. This factor was identified as Effort (Schmidt & Chan, 1998, p. 92) . The authors found that "most of the correlations are in the .40s and .50s", and concluded that it is "evidence of halo error" (Schmidt & Chan, 1998, p. 91) .
In order to further improve the properties of graphic rating scales, Behavioural Observation Scales (BOS) were developed. They retained "the behavioral specificity of BARS", but raters were required to indicate "how often each behavior occurred". They were not required to evaluate the behaviour of the person (Ployhart et al., 2006, p. 182) .
The performance assessment model of Campbell et al. (1993) is a very comprehensive model, and should fit most jobs. However, not all eight factors are relevant to all jobs. A proper job analysis ahead of time would indicate which of the factors are relevant. It needs to be stressed that the job analysis indicates "what work is being done", and that the performance assessment indicates "how well the work gets done" (Schmitt & Chan, 1998, p. 72) . Viswesvaran (1993) identified ten dimensions of job performance by studying the measures (486 of them) that were used in published articles over the years by having two raters group conceptually similar measures together (Viswesvaran & Ones, 2000, p. 220) . "The ten dimensions were: overall job performance, job performance or productivity, effort, job knowledge, interpersonal competence, administrative competence, quality, communication competence, leadership, and compliance with rules" (pp. 220-221).
The ten dimensions listed above largely overlap with the eight dimensions of Campbell et al. (1993) : overall job performance is essentially "the sum of all the individual dimensions rated" (Viswesvaran & Ones, 2000, p. 221) , and productivity was not listed because it is not always under the full control of an individual worker. For the rest they cover the same content as the dimensions of Campbell et al. (1993) .
As far as the factor structure of the ten dimensions is concerned, Viswesvaran (1993) accumulated results across more than 1.
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300 studies and found that over 50% of the variance is shared across the different dimensions. "There is a general factor in job performance assessments" (Viswesvaren & Ones, 2000, p. 223) . Furthermore, "this general factor is substantively meaningful and not just a manifestation of halo error" (Viswesvaran & Ones, 2000, p. 223) . Their final conclusion is that "research to date suggests that ability and conscientiousness predict both task and contextual performance" (p. 224). Rotundo and Sackett (2002) identified three broad components in job performance, namely task, citizenship and counterproductive performance (p. 66). Their prime objective was to examine "the relative importance of each component to ratings of overall performance" by managers (p. 66). Hypothetical profiles describing employees' task, citizenship and counterproductive performance were prepared, and managers in five different jobs were asked to read these profiles and give their global ratings of the performance of the workers represented (p. 66).
They identified the three broad performance components after studying the research on the structure of job performance over the past 20 years. According to them, "task performance includes actions and behaviors related to the production of a good or the provision of a service", "citizenship performance describes actions and behaviors that further the goals of the organization by contributing to its social and psychological environment", and "counterproductive performance includes voluntary actions and behaviors that harm the well-being of the organization or its members" (p. 69).
Using hierarchical cluster analysis it was found that "raters' policies could be grouped into three homogeneous clusters" (p. 66). For the first cluster "task performance weighted highest". For the second cluster "counterproductive performance weighted highest", and for the third "equal and large weights [were] given to task and counterproductive performance" (p. 66).
Following the publication of Campbell et al. (1993) , several generic work performance scales were produced. Most of these scales incorporated four or more of Campbell et al.' A principal components analysis of 17 of the items yielded three components, which were rotated to simple structure by means of a Direct Oblimin rotation. The three components were identified as Action-leadership, People and Communication Skills (p. 315).
From a hierarchical regression analysis it was found that Actionleadership predicted job performance very well [R = 0,706, F (1, 105) = 104,629; p < 0,001] (nikolaou, 2003, p. 316 Using a principal components analysis, followed by a Direct Oblimin rotation, he obtained three well-defined factors that explained 84,9% of the total variance. The three factors that were obtained were very similar to those of the first study and were identified as Action-leadership, People Orientation and Communication Skills.
A hierarchical regression analysis was also done with overall job performance as dependent variable. It was found that Actionleadership predicted job performance very well [R = 0,57; F (1,216) = 104,59; p < 0,01] (nikolaou, 2003, pp. 316-318) .
The following competencies were included under Actionleadership (nikolaou, 2003, p. 317 Apart from the narrow scope of the instrument the study can be criticised on methodological grounds:
It is not entirely clear whether a principal factor analysis or a principal components analysis was done (nikolaou, 2003, p. 314-315) . From the results obtained it appears more like a principal components analysis. no attempt was made to standardise the ratings of the various judges (managers). It is well known that every judge maintains his/her own unit of measurement (different means and standard deviations) when rating subordinates. Furthermore, there are now two sources of variance -one associated with differences in the attributes of the participants being rated, and one associated with differences in the units of measurement of the judges. These two sources of variance combine and result in artificially high reliabilities. The job performance ratings and the Action-leadership ratings were done by the same judges, thereby inflating the relationship between the two sets of scores. The intercorrelations between the three factors that were obtained are not given. A single higher-order factor would probably fit the data very well. Bartram (2005) and his associates Kurz and Baron, formerly of SHL, developed the Great Eight model. They performed a metaanalysis of 29 validation studies, based on a total sample of 4861 participants. They identified 112 component competencies, and combined them into eight general factors. These factors subsequently became known as the Great Eight Competencies (pp. 1185-1187) . next, the average intercorrelations of the Great Eight Competencies manager ratings were calculated and subjected to a principal components analysis. Two factors were extracted and rotated to simple structure by means of a Varimax rotation. The first factor had high loadings on Leading and Deciding, Interacting and Presenting, Analysing and Interpreting, Creating and Conceptualising, Organising and Executing and Enterprising and Performing. This factor broadly represents the Task. The second factor had high loadings on Supporting and Co-operating and Adapting and Coping. Itcomponent is "closely tied to task performance" and is "best predicted by motivation, general ability, conscientiousness, and openness to new experience". "The second principal component is related to competencies associated with supporting and cooperating with others and coping and adapting to change."
According to Bartram's study (2005) In a study of the work performance of black managers and supervisors, Bothma and Schepers (1997) made use of an unpublished work performance questionnaire (Schepers, 1994) called the Performance Appraisal Questionnaire (PAQ). It consists of 33 items and covers three broad areas of work, viz. the task, initiative/creativity and managerial abilities (leadership, interpersonal relations, social intelligence, etc.). The items are all in the form of questions and have to be completed by the superiors of the staff that have to be assessed. They must particularly be guided by work-anchored behaviour which they have observed themselves.
The Locus of Control Inventory (LCI) of Schepers (2004, pp. 31-40) and the Achievement Motivation Questionnaire (AMQ) of Pottas, Erwee, Boshoff and Lessing (1988) were applied jointly with the PAQ to 102 black managers and supervisors from a geographically dispersed chemical company in South Africa (Bothma & Schepers, 1997, pp. 44-52) . Their level of seniority was based on the Peromnes Job Evaluation System. Fifty per cent of the respondents were between Peromnes level 12 and 10 and 50% between Peromnes level 9 and 5, the latter representing the more senior positions (Bothma & Schepers, 1997) .
next, the LCI, AMQ and the PAQ were subjected to a joint factor analysis and yielded three factors. The obtained factor matrix was rotated to simple structure by means of a Direct Oblimin rotation.
The first factor had high loadings on Work Performance (0,764), Initiative/Creativity (0,895), Management Skills (0,764) and Autonomy (0,534), and very low loadings on the five measures of the AMQ (cf. Bothma & Schepers, 1997, p. 49 ).
The second factor had high loadings on Persistence, Awareness of Time, Action Orientation and Personal Causation of the AMQ and a low negative loading on Work Performance (-0,392) (Bothma & Schepers, 1997, p. 49 ).
The third factor had a high loading on Aspirational Level (0,758) and a moderate negative loading on External Control (-0,570). All the loadings in respect of the PAQ were very low (Bothma and Schepers, 1997, p. 49 (Tabachnick & Fidell, 1989 ).
Rotundo and Sackett (2002) identified organisational citizenship as an important component of job performance. They described it as "actions and behaviors that further the goals of the organization by contributing to its social and psychological environment" (p. 69). Porteous and Sutherland (1997) , working in South Africa, identified the following behaviours as organisational citizenship behaviour: "exceeding job requirements, having a positive attitude, being pro-active, taking the lead, having respect for others, being trustworthy and discrete, being honest about everything, being innovative, being proud of your organization, being ethical, frank, and direct, and volunteering to help others" (Joubert, Crafford & Schepers, 2004, p. 2) .
Based on the classification of Porteous and Sutherland, Joubert et al. (2004) constructed the Locus of Organisational Citizenship Inventory (LOCI) to determine the locus of organisational citizenship. They applied the LOCI, jointly with the LCI of Schepers (1999) , to 151 students at tertiary institutions in South Africa. The majority of the participants (57,6%) had an African language as vernacular.
The LOCI was subjected to a principal factor analysis and yielded two factors, which were interpreted as Situational Locus and Dispositional Locus. Two scales were formed corresponding to the two factors. The reliability of the first scale was 0,946 and that of the second scale 0,908. The first scale consists of two subscales, viz. Avoidance of Punishment (SAP) and Seeking for Reward (SSR). The second scale consists of Avoidance of Punishment (Dispositional) (DAP) and Seeking for Reward (Dispositional) (DSR). Scale I correlated 0,560 with External Control and 0,949 and 0,932 with SAP and SSR respectively. Scale II correlated 0,375 with Autonomy and 0,569 with Internal Control. It correlated 0,883 with DAP and 0,885 with DSR. All the correlations referred to above are statistically highly significant (p < 0,01) (Joubert et al., 2004, pp. 4-7) .
From the foregoing it is clear that the LOCI can be used as a valuable adjunct to any scale of work performance to measure organisational citizenship.
From the review of literature it should be clear that despite all the research that has been done, there is still need for a well-developed generic scale of work performance. Special attention should be paid to the structure, metrical properties and content validity of the instrument.
In the light of the foregoing it was decided to examine the factor structure and metrical properties of the Work Performance Questionnaire that was created in 1994. It was applied to 278 administrative and operational staff at an Afrikaansmedium university in 1994, but never published.
Statement of the problem
The principal objective of the study was the construction and evaluation of a generic work performance questionnaire for use with administrative and operational staff.
Postulates
In the light of the stated objective of the study the following postulates were formulated:
Postulate 1: It is postulated that the Work Performance Questionnaire (WPQ) will yield three or four components of work performance. In the light of Campbell et al.'s (1993) theoretical model the following dimensions are expected: Quantity and quality of work produced by the workers. Initiative and creativity of the workers manifested in the work situation. Managerial qualities of workers exhibited in the work situation (leadership, motivation of subordinates, good interpersonal skills and good communication skills).
Postulate 2: It is postulated that the various dimensions obtained will be positively correlated with one another yielding a single secondorder factor.
Postulate 3: It is postulated that two separate scales can be formed -one for managerial staff and one for non-managerial staff.
Postulate 4: It is postulated that the reliabilities of both scales will be highly acceptable.
RESEARCH DESIGN
Research approach
A quantitative approach was followed in the analysis of the data. In particular, principal factor analysis and item analysis were used. The data were collected by means of a field survey.
Participants
The WPQ was completed by 18 different judges in respect of 278 administrative and operational staff at an Afrikaansmedium university. The sample included all employees from post level 13 and higher. The post levels ranged from level 13 to 54 (cf. Figure 1 ). Approximately 93% of the employees lay between post levels 13 and 26 and the rest between levels 50 and 54. The average age of the participants was 41,90 years with a standard deviation of 9,75 years. Thirty-eight per cent of the sample was male and 62% was female (cf. Figure 2) . The academic qualifications of the staff ranged from below matric to a doctor's degree (cf. Figure 3 ). Approximately 25% of the staff had university degrees and 21% had diplomas. Approximately 13% had qualifications less than matric.
Six of the items in Section C of the WPQ were not applicable to all participants and were not completed by the judges for the full sample. Complete records were received in respect of 156 members.
Measuring instrument
For the purposes of the present study the definition of performance of Campbell et al. (1990) was accepted: "Performance is defined as the total population of behaviors and activities that are judged to be important for accomplishing the goals of the organization" (p. 278). Campbell et al. (1993, p. 40 the organization hires one to do, and do well". It is not "the consequence or result of action, it is the action itself".
Thirty-eight items, covering most of the competencies of Viswesvaran (1993) , were identified (Viswesvaran & Ones, 2000, p. 220) . As indicated earlier, these items fall into three categories, viz. the quantity and quality of work produced by each worker; the initiative and creativity exhibited by the workers; and the managerial skills exhibited by the managers and supervisors (i.e. leadership, motivation of subordinates, interpersonal behaviour and communication skills). The items are all in the form of questions and had to be completed by the superiors of the administrative and operational staff. They had to rate all the members under their supervision on a nine-point scale in respect of all the items in the questionnaire. They had to be specifically guided by work-anchored behaviour which they have observed themselves. Two separate scales were constructed -one involving all 38 items (the full scale) and one based on 32 items (the shortened scale).
Procedure
All the raters were invited to attend a lecture on rating scales. Halo, central tendency, leniency, logical expectation and generosity were briefly highlighted. 
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Statistical analysis
Six items involving managerial abilities were not completed in respect of the full sample. Accordingly, the full scale was analysed in respect of 156 participants and the shortened scale in respect of 278 participants.
One of the fundamental assumptions in test construction is that the scale to be constructed must be unidimensional. However, this assumption must be tested ahead of time. If the presumption exists that the vector space of test items is multidimensional, it would be necessary to first categorise the items according to the construct measured before an item analysis is undertaken. The categorisation of the test items can be done with the aid of factor analysis, but the procedure is not free of problems.
The crux of the problem is the differential skewness of test items. If items that are differentially skew are subjected to factor analysis it usually results in a multiplicity of factors, with the result that the true structure of the matrix of intercorrelations of test items is obscured (cf. Ferguson, 1941) .
A special procedure for grouping the items into a smaller number of subgroups by means of factor analysis was used in the present study (Schepers, 2004, p. 31 Factor matrix (full scale) Table 2 shows that all four of the factors are well determined. Item 18 from Section B has a low communality (0,2774) indicating that it shares very little variance with the rest of the items. It was subsequently rejected during item analysis.
next, the items were grouped according to the factor where they had their highest loading. Subscores were then calculated for each participant in respect of each of the factors by adding the scores together of the items that have high loadings on a particular factor. The subscores were then intercorrelated and subjected to a principal factor analysis.
The intercorrelations of the subscores are given in Table 3 . From an inspection of this table it is clear that all the subscores are mutually highly correlated. The WPQ is therefore essentially unidimensional.
The eigenvalues of the unreduced intercorrelation matrix of subscores were calculated and are given in Table 4 .
Only one of the eigenvalues was greater than unity, and suggests a one-factor structure (Kaiser, 1961) . Accordingly, one factor was extracted and is given in Table 5 .
From Table 5 it is clear that all the subscores have high loadings on the obtained factor. The WPQ is therefore internally highly consistent, i.e. essentially unidimensional. Accordingly, an item analysis of the WPQ was done. For this purpose the nP50 program of the Human Sciences Research Council (HSRC) was used.
The means (X g ) and standard deviations (S g ) of the various items as well as the item-total correlations (r gx ) and indices of reliability of the items (r gx s g ) are given in Table 6 . These statistics are based on the first run before any items were rejected.
In the analysis of the items the nine-point response scales were linearly transformed by subtracting a constant of one from each participant's score (a program requirement). The real means of the participants are therefore one higher than depicted in Table 6 . From Table 6 it is clear that the participants obtained on average six points for most of the items, which is realistic A complete analysis of the full scale (38 items) was done first, after which the shortened scale (32 items) was dealt with.
rEsULts
The full scale
In order to determine the factor structure of the WPQ, the items were intercorrelated and subjected to a principal factor analysis. For this purpose the BMDP4M program (Dixon, 1990) was used.
The intercorrelation matrix (38 x 38) is too big for reproduction here, but is available on request.
To determine the number of factors underlying the intercorrelation matrix, the eigenvalues thereof were calculated and are given in Table 1 .
From Table 1 it is evident that four eigenvalues are greater than unity. Accordingly, four factors were postulated and extracted (Kaiser, 1961) . The obtained factor matrix was rotated to simple structure with the aid of a Varimax rotation (Horst, 1965) . The rotated factor matrix is given in for well-selected staff. Furthermore, it is clear that there was only one poor item, namely item 8 from Section B. It has an index of reliability of 0,681 compared to a mean of 1,264 for the scale as a whole (Gulliksen, 1950) . Using the index of reliability as criterion, ten iterations were done. The mean of the item standard deviations, as well as the mean of the itemtotal correlations, and the mean of the indices of reliability of the items are given in Table 7 for each of the iterations. KuderRichardson Formulae 20 and 14 (extended for continuous data) are given in the last two columns of Table 7 (Cronbach, 1951) .
From Table 7 it can be seen that the mean standard deviation (excluding item 8 from section B) is 1,598. The judges were therefore able to make rather fine differentiations. The mean item-total correlation is 0,793, indicating that each item is a miniature of the scale as a whole. The mean of the indices of reliability of the items is 1,264, suggesting a wide distribution Schepers, 1992, pp. 28-32) . From Table 7 it is clear that the WPQ can be reduced to 31 items with retention of its reliability (r xx = 0,982), but with a possible loss in validity.
In order to inductively examine the construct validity of the WPQ, the factor matrix was rotated obliquely by means of a Direct Oblimin rotation. The rotated factor matrix is given in Table 8 .
From Table 8 Penetrates to the crux of problems 0,401
This factor concerns creative thinking and resourcefulness.
From the foregoing it is clear that Postulate 1 was partially supported -the full scale yielded four factors instead of three as postulated. The competencies listed in Section B of the WPQ produced two factors, viz. analytical ability and creative thinking. As expected, the obtained factors were mutually highly intercorrelated and defined a single second-order factor (cf . Tables 5 and 9 ). Postulate 2 was therefore supported.
The shortened scale
In order to determine the factor structure of the shortened scale (K = 32), the items were intercorrelated and subjected to a principal factor analysis.
To determine the number of factors underlying the intercorrelation matrix, the eigenvalues of the unreduced intercorrelation matrix were calculated. The obtained eigenvalues are given in Table 10 .
From Table 10 it is clear that there are four eigenvalues greater than unity. Accordingly, four factors were extracted and rotated to simple structure by means of a Varimax rotation. The rotated factor matrix is given in Table 11 .
From an inspection of Table 11 it is clear that there are four welldetermined factors. It is evident that the communality of item 8 from Section B is rather low (0,3009). This implies that item 8 shares very little of its variance with the rest of the items. This item will probably be rejected during item analysis.
The items were accordingly classified in terms of the factor where they had their highest loading. Subscores were calculated for each participant in respect of each factor by adding the scores together of the items that have high loadings on a particular factor. These subscores were intercorrelated and subjected to a principal factor analysis.
The intercorrelations of the subscores are given in Table 12 . From Table 12 it is clear that all the subscores are mutually highly intercorrelated, suggesting a single underlying secondorder factor.
The eigenvalues of the unreduced intercorrelation matrix are given in Table 13 . There is only one eigenvalue greater than unity; accordingly, a single factor was extracted. This factor is given in Table 14 . Table 14 shows that all the subscores have high loadings on this factor. It is therefore clear that the shortened form of the WPQ is essentially unidimensional. Accordingly, an item analysis of the shortened form of the WPQ was done.
The means (X g ) and standard deviations (S g ) of the various items, as well as the item-total correlations (r gx ) and indices of reliability (r gx s g ), are given in Table 15 . These statistics are based on the first run before any items were eliminated.
From Table 15 it is evident that all the items have wide dispersions. The mean of the item standard deviations (excluding item 8 from Section B) is 1,538 (see Table 16 ). The judges were therefore able to differentiate well between the incumbents. From column five of Table 15 it is clear that each This factor is concerned with the maintenance of good interpersonal relationships and the ability to communicate with people at all levels.
The matrix of intercorrelations of the three factors is given in Table 19 .
From Table 19 it is clear that a single second-order factor can be fitted to the factors of the shortened scale. The factors that were obtained correspond very closely with the factors proposed under Postulate 1. The single second-order factor presented in Table 14 is supportive of Postulate 2.
The factor structures of both the full scale and the shortened scale are well defined, and both scales have highly acceptable reliabilities (0,983 and 0,978 respectively). Postulates 3 and 4 are therefore supported.
Standard scores (Flanagan, 1962) were prepared for the shortened scale after transforming the ratings of the various judges to a fixed mean (X = 193,388) and standard deviation (S x = 37,133). The sample size of 278 was deemed adequate for item is a miniature of the scale as a whole. The mean itemtotal correlation (r gx ) is 0,782 (cf . Table 16 ). From column six of Table 16 it is clear that all the items (excluding item 8 from Section B) have high indices of reliability, the mean index being 1,198 (cf. Table 16 ). The reliability of the scale according to Kuder-Richardson Formulae 20 and 14 (adapted for continuous distributions) are given in the last two columns of Table 16 . From this table it can be seen that the scale can be reduced to 21 items without a loss in reliability, but this could adversely affect its validity.
In order to examine the construct validity of the shortened form of the WPQ its factor matrix was rotated obliquely (Direct Oblimin). This was done for both four factors and three factors. The four-factor solution is given in Table 17 and the three-factor solution in Table 18 .
From Table 17 it is clear that there are only three well-determined factors. The loadings of the fourth factor are essentially zero. The three-factor solution given in Table 18 thus offers a better fit of the factor model. The three-factor solution is accordingly interpreted. 
TAbLE 17
Rotated factor matrix (direct oblimin) shortened scale be extended to other positions without first doing the necessary research. Specific research was done on rating scales to try and improve their measurement properties. However, the more refined scales (BARS, BOS and MSS) did not produce better measurement properties than the normal rating scales. There was no improvement in halo errors, central tendency and leniency (Schmitt & Chan, 1998) .
After the publication of Campbell et al.'s (1993) theoretical model the situation changed radically -new models were published (Viswesvaran, 1993) , and several generic scales of work performance were produced (Rotundo & Sackett, 2002; nikolaou, 2003; and Bartram, 2005) . Joubert et al. (2004) , working in the field of organisational citizenship, produced a normative scale of organisational citizenship. A novel feature of the scale is that one can determine "where both the locus (i.e. internal versus external) of an individual's proneness to exhibit organizational citizenship behaviour lies, as well as what motivates (i.e. seeking reward versus avoiding punishment) such behaviours" (p. 9). Organisational citizenship behaviour is of critical importance in assessing the work performance of staff: Will the workers exceed job requirements, have a positive attitude, be pro-active, take the lead, have respect for others, be trustworthy and discrete, be honest about everything, be innovative, be proud of the organisation, be ethical, frank and direct, and volunteer to help others? (p. 2).
From the foregoing it should be clear that the LOCI can be used fruitfully together with most work performance questionnaires.
preliminary norms. next, McCall (1922) T-scores and stanines were computed, which are given in Table 20 .
DISCUSSION
From the literature survey it is evident that prior to 1990 there were no well-established theories of work performance or any generic scales of job performance. Job performance was largely assessed by means of in-house procedures such as rating scales, job simulation techniques, direct task observation and outcome measures. These techniques suit specific positions, but cannot Task orientation relates to the volume and quality of work produced by the staff, their work tempo, energy level, punctuality in completing work, initiative shown in the work situation, their purposefulness and independence.
Managerial ability entails good communication skills, the ability to motivate subordinates, leadership, adaptability and good interpersonal skills. Managers who are high on this factor are person-orientated to a high degree, they inspire workers to follow their leadership, they obtain a high degree of productivity from their subordinates, they command respect from staff, and succeed very well in bringing the objectives of the organisation home to the staff.
Analytical ability relates to the incumbent's ability to penetrate to the crux of problems in a logical and systematic way, and to produce a well-refined product. Persons high on this factor behave astutely and intelligently, they make sure that all facts are available before deductions are made, and their final products show evidence of study and insight.
Creativity and resourcefulness: This factor pertains to the quality of decisions that are taken by the staff in the execution of their duties.
From the foregoing it should be clear that the competencies represented by the WPQ overlap substantially with those of Campbell et al. (1993) , Viswesvaran (1993) and SHL's Great Eight Competencies (Bartram, 2005) . If it is used jointly with the LOCI of Joubert et al., the competencies of organisational citizenship can also be assessed.
The four factors of the WPQ (full scale) are highly correlated with one another and define a single second-order factor. This supports the finding of Viswesvaran and Ones (2000, p. 223) that there is a general factor in job performance, and that it is more than just halo. It relates to overall job proficiency.
The shortened form of the WPQ yielded three factors, viz. creativity, task orientation and interpersonal relationships.
Two of the factors of the full scale, namely analytical ability and creativity, combined and yielded one factor. Persons who are high on this factor are creative and can penetrate to the crux of problems in a logical and systematic way.
The third factor is concerned with the maintenance of good interpersonal relationships and the ability to communicate with people at all levels.
As in the case of the full scale, the three factors are highly correlated with one another and define a single second-order factor. The shortened scale is also internally highly consistent, and yielded a Cronbach alpha reliability coefficient of 0,978.
RECOMMENDATIONS
It is recommended that the WPQ be extended to include more items in respect of Factors 3 and 4. Furthermore, the relationships of the WPQ with a representative battery of cognitive and personality tests should be determined, and norms be established for a variety of samples. Note: The means and standard deviations of the various judges have been standardised.
TAbLE 20
Transformation of raw scores to standard scores (shortened scale)
FACTOR 1 FACTOR 2 FACTOR 3
Factor 1 1,000
Factor 2 0,725 1,000
Factor 3 0,492 0,532 1,000
TAbLE 19
Matrix of factor intercorrelations
The ten dimensions of job performance identified by Viswesvaran overlap substantially with the eight dimensions of Campbell et al. (1993) and the Great Eight Competencies of SHL (Bartram, 2005) . Viswesvaran and Ones (2000, p. 223 ) maintain that there is a general factor in job performance and that "this factor is substantively meaningful and not just a manifestation of halo error". Rotundo and Sackett (2000) identified three components of job performance, namely task, citizenship and counterproductive performance. Their prime objective was to determine the relative importance of each component to managers when rating the performances of their subordinates (p. 66). Both task performance and counterproductive performance were given the greatest weight. Apart from Rotundo and Sackett's study there are very few studies that refer to organisational citizenship performance and counterproductive performance. Campbell et al.'s (1993) The principal objective of the present study was the construction and evaluation of a generic work performance questionnaire for use with managerial and non-managerial staff. But, in the construction of the WPQ it soon became clear that two separate scales were necessary, one for managerial staff and one for nonmanagerial staff. Six items pertaining to managerial functions were not applicable to the functions of non-managerial staff and were not rated by their supervisors. Accordingly, two scales were constructed -one for managerial staff (the full scale) and one for non-managerial staff (the shortened scale).
The full scale, based on 38 items, yielded four well-defined factors which were identified as task orientation, managerial ability, analytical ability and creative thinking and resourcefulness.
